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Articulation of managers
HRM accountabilities.
HR policies. Workforce
planning. Job classes &
salaries assigned.

Managers understand
HRM accountabilities.
Jobs, staffing levels, &
competencies aligned
with agency priorities.

Foundation is in place
to build and sustain a
productive, high

performing workforce.

Qualified candidate
pools, interviews &
reference checks. Job
offers. Appts & per-
formance monitoring.

Best candidate hired &
reviewed during
appointment period.
Successful performers
retained.

The right people are in
the right job at the
right time.

Department of Health

Work assignments&
requirements defined.
Positive workplace
environment created.
Coaching, feedback,
corrections.

Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Staff know job
rqgmts, how they’re doing,
& are supported.

Time & talent is used
effectively. Employees
are motivated &
productive.

Individual development
plans. Time/ resources
for training. Continuous
learning environment
created.

Learning environment
created. Employees are
engaged in develop-
ment opportunities &
seek to learn.

Employees have
competencies for
present job & career
advancement

Clear performance
expectations linked to
orgn’al goals &
measures. Regular
performance appraisals.
Recognition. Discipline.

Employees know how
performance contributes
to success of orgn.
Strong performance
rewarded; poor
performance eliminated

Successful perf is
differentiated &
strengthened.
Employees are held
accountable.

A 4

Employees are
committed to the work
they do & the goals of
the organization

Productive, successful
employees are retained

State has workforce
depth & breadth
needed for present and
future success

A 4

Agencies are better
enabled to successfully
carry out their mission.
The citizens receive
efficient government
services.




Department of Health

» Percent supervisors with current performance expectations for workforce

management
* Management profile
e Workforce planning measure (TBD) \

» Percent employees with current position/competencies descriptions

»  Time-to-fill funded vacancies |
e Candidate quality "
e Hiring Balance (Proportion of appointment types)
e Separation during review period

Employee survey ratings on

«  Percent employees with current performance expectations ‘commitment” questions
* Employee survey ratings on “productive workplace” questions Turnover rates and types
» Overtime usage

» Sick leave usage

* Non-disciplinary grievances/appeals filed and disposition (outcomes)
*  Worker safety Workforce diversity profile

Turnover rate: key
occupational categories

Retention measure (TBD)

» Percent employees with current individual development plans
 Employee survey ratings on “learning & development” questions
e Competency gap analysis (TBD)

e Percent employees with current performance evaluations j
« Employee survey ratings on “performance & accountability” questions

+ Disciplinary actions and reasons, disciplinary grievances/appeals filed and
disposition (outcomes)

« Reward and recognition practices (TBD)




#

Managers understand
workforce management
accountabilities. Jobs and
competencies are defined
and aligned with business
priorities. Overall
foundation is in place to
build & sustain a high

performing workforce.

#

Percent supervisors with
current performance
expectations for
workforce management

Management profile

Workforce Planning
measure (TBD)

Percent employees with
current position/
competency descriptions

Workforce Management Expectations

Department of Health

Percent supervisors with current performance

expectations for workforce management = 100%*

*Based on 312 of 312 reported number of supervisors

Management Profile

WMS Employees Headcount = 150

Percent of agency workforce that is WMS = 10.1%

Managers* Headcount = 160

Percent of agency workforce that is Managers* = 10. 7%
I "#$ % & & '(

WMS Management Type

Management
94%

\ Consultant
3%

Analysis :

Mary Selecky communicated her expectations
to the DOH Senior Management Team (SMT)
and Chief Administrators on May 30, 2006.

The SMT members shared that information with
their management teams and supervisors
during June and early July 2006.

Challenge; how to keep current with new
supervisors and managers?

Action Steps :

HR is updating the DOH online New Employee
orientation and will add the expectations as
shared by Secretary Selecky to the online
orientation as part of the update. TARGET:
January, 2008

Management 142
Consultant 4
Policy 4




#

Managers understand
workforce management
accountabilities. Jobs and
competencies are defined

and aligned with business

priorities. Overall

foundation is in place to
build & sustain a high

performing workforce.

#

Percent supervisors with
current performance
expectations for workforce
management

Management profile

Workforce Planning
measure (TBD)

Percent employees with
current position/
competency descriptions

Department of Health

Current Position/Competency Descriptions

Percent employees with current position/competency descriptions = 59%*

*Based on 812 of 1365 reported employee count. Applies to employees in permanent positions, both WMS & WGS

Analysis:

Data represents all Position Description Forms (PDF) reviewed and determined to be current
or updated.

Challenge; when we set up the tracking system we could only track PDFs as part of the
performance and development process (when a Performance and Development Plan (PDP)
was submitted). If a form came in separately, we were not able to track it.

We have had system difficulty tracking historical data (i.e., when a date is entered, it
overrides the other information).

Action Steps:
IT staff were able to adjust the system to track historical data, effective September 2007

The workflow was adjusted to track PDF’s that were processed separate from PDP’s,
effective August 2007.

* %+



#

Best candidates are hired
and reviewed during
appointment period. The
right people are in the right
job at the right time.

Time-to-fill vacancies

Candidate quality

Hiring Balance (proportion
of appointment types)

Separation during review
period

Department of Health

Time-to-fill Funded Vacancies January through June 2007
(Positions Filled Utilizing Full Recruitment Proces S)

0% > * (

2+ " - 7 9265

@ A 7 0 " @ 1,

Candidate Quality
April 2007 through June 2007
(91 Surveys Sent / 68 Surveys Returned — 74.72% Retu rned)

+/ /00 01, 23 45
$4 + 6 45 / + /
42 / 0+"0
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" /0 07 o , 523 89
$82 + 6 84 0 07 o7/
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Analysis:

We reviewed the process
steps and are able to
deliver a certification to
hiring supervisors within 24
hours of the position
recruitment close.

We implemented a short
survey about quality of the
candidate pools for hiring
supervisors in April 2007.
Our response rate is nearly
75%.

Action Steps:

Continue to identify ways to
streamline the notification,
interview and reference
check steps.

Continue to survey hiring
supervisors about the
quality of their candidate
pools and improve
response rate to 85%.

Continue to use the data
from the returned surveys
to improve applicant
outreach.

< =" . +7




Department of Health

Hiring Balance / Separations During Review Period

Analysis:

Types of Appointments

Types of appointments include

* appointments to permanent vacant
positions only (excludes
reassignments).

#

Best candidates are hired

and reviewed during Data does not include movement to

other state agencies (HRMS does not
track that type of internal movement).

appointment period. The
right people are in the right

job at the right time. The majority of the promotions were

from within the state or the agency.

Percentage of new hires nearly equals
that of promotions. New hires more
than doubled in the second half of the
Time-tofill vacancies fiscal year compared to the first half.

Candidate quality

Hiring Balance Total number of appointments = 247*

(proportion of ; B 0 :0 . " Action Steps:
appointment ypes) 1O#B & E T &+ F< Continue outreach efforts to identify
Separation during review new candidate sources.

period

We are focusing on building
competent and diverse candidate
pools using our GAAPCom goals as
guidance.

Separation During Review Period
Probationary separations - Voluntary
Probationary separations - Involuntary

Total Probationary Separations

Trial Service separations - Voluntary

Trial Service separations - Involuntary

N O N N P O

Total Trial Service Separations
Total Separations During Review Period 9 )
; B 0"0




Department of Health

Current Performance Expectations

Percent employees with current performance expectat ions = 55%*

#

Sl e fels *Based on 726 of 1319 reported employee count
expectations, how they're Applies to employees in permanent positions, both WMS & WGS

doing, & are supported.

Workplace is safe, gives

capacity to perform, & Analysis:

fosters productive

) ) We are improving our timely completion of performance expectations.
relations. Employee time

and talent is used Our efforts to complete evaluations is a high priority at the Senior Management level

effectively. Employees are

motivated. Action Steps:
We applied several of the tools developed as part of the QI project and will formalize the
analysis and recommendations during October/November 2007.

Percent employees with We will work with divisions to identify training needs.

current performance

expectations We have refined tracking reports on the HR Portal and continue to enhance the system to meet

, supervisors and managers needs.
Employee survey ratings

on “productive workplace”

guestions
Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition (outcomes)

Worker safety

* %+




#

Staff know job
expectations, how they're
doing, & are supported.
Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Employee time
and talent is used
effectively. Employees are

motivated.

Percent employees with
current performance
expectations

Employee survey ratings
on “productive
workplace” questions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition (outcomes)

Worker safety

Department of Health

Employee Survey “Productive Workplace” Ratings

Q4. | know what is expected of me at work. Avg
:l43 3 9:3 953 4.3
Q1. | have opportunity to give input on decisions
affecting my work.
Q2. | receive the information | need to do my job
effectively.
e 0
Q6. | have the tools and resources | need to do my job
effectively.
s 93 83 B -
Q7. My supervisor treats me with dignity and respect.
&= o I
Q8. My supervisor gives me ongoing feedback that helps
me improve my performance.
Q9. | receive recognition for a job well done.
o3 s 36
-+ 7 G 7 217
Overall average score for Productive Workplace Rati  ngs: 4.0

Analysis:

Questions 8 and 9 can be tied to
performance assessment
completion rate, as the formal
feedback and recognition process.
They can also reflect informal
recognition that is not happening in
a manner that is meaningful to
individuals.

Generally speaking, staff know what
is expected of them at work.

Overall score is good (4).

High ratings in treating employees
with respect.

Action Steps:

HR staff and Senior Management
Team are working together to focus
on improvement, especially in the
setting of expectations/training
plans and assessment of
performance.

We hope to see an improvement in
the response results from the
Oct/Nov 2007 employee survey.




#

Staff know job
expectations, how they're
doing, & are supported.
Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Employee time
and talent is used
effectively. Employees are

motivated.

Percent employees with
current performance
expectations

Employee survey ratings
on “productive workplace”
guestions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition (outcomes)

Worker safety

Department of Health

Overtime Usage

Average Overtime (per capita) *

Overtime Cost - Agency

suno7 | 56,562

81 ~x May-07 | $8,859
9 1 N Apr-07 ] |$5,317
B3 / e
4 *- o N ¢ T e Mar-07 | $6.308
: * AaRd Feb-07 $4,226
+
D Jan-07 $3,059
e B EE BN EEEE ED O s | Dec-06 $4,825
W " W " " Nov-06 | $5,064
r U “ L Oct-06 $3,744
—m— 24 E? 7 - - P4" E / Sep-06 | ]$5,9ll
Aug-06 $1,972
+ "7+ + ") & 0 69 —
Jukoe | ]s$1,835
/ + + -
+ "7+ ") & 0B
07 ;+ " + 77, 0
% Employees Receiving Overtime * Analysis:
487 07/06 — 12/06 agency overtime use =
48 I $23,351
~ el el *lerele AR 01/07 — 06/07 agency overtime use =
£ 87 |* ¢ Aand $34,331
* 8- Slight increase due to summer workers
I T i e o st el e
Wy w oy W ow oy Wy W Action Steps:
o T v e BT HR staff will continue to track twi
. 006l [ EP 7 et %%l E HR staff will continue to track twice a year
in this report and identify any trends that
+ "7 7 + "+ 0 :683 may cause concern (i.e., increases, peaks
and valleys, etc.).
/ + + -
Y A + "+ 0B
07 ; "+ 7, 0




#

Staff know job
expectations, how they're
doing, & are supported.
Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Employee time
and talent is used
effectively. Employees are

motivated.

Percent employees with
current performance
expectations

Employee survey ratings
on “productive workplace”
guestions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition (outcomes)

Worker safety

Sick Leave Usage

Department of Health
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Analysis:

No changes to prior analysis of how DOH staff
use sick leave.

There does not appear to be a large disparity of
use between divisions (considering size and use
for July — Dec 2006).

We believe some codes are not being used
correctly (i.e., SL self instead of Preventive Care
— Self)

Action Steps:

Of the main nine (9) sick leave types we tracked,
the majority of hours were taken by staff for their
own illness (29,522.09 hours for July — Dec
2006).

We are implementing a Health and Productivity
management model. Year one planning includes
baseline data collection, workforce and workplace
assessment, and implementation of key strategies
to achieve our long-term outcomes. TARGET:
January 2008 summary report with baseline data
and recommendations for year two work plan.

Sick Leave Hrs Used / Earned (per capita)

Avg Hrs SL Used (per
capita) - Agency

% of SL Hrs Earned (per
capita) - Agency

Avg Hrs SL Used (per
capita) — Statewide*

% of SL Hrs Earned (per
capita) — Statewide*

6.3 Hrs 82.1%

6.4 Hrs

82.5%

Sick Leave Hrs Used / Earned (those who took SL)

Avg Hrs SL Used (those
who took SL) - Agency

% SL Hrs Earned (those
who took SL) - Agency

Avg Hrs SL Used (those who
took SL) — Statewide*

% SL Hrs Earned (those
who took SL) — Statewide*

11.1 Hrs 139.1%

11.9 Hrs

148.4%

/ =& &=F& =

Sick Leave time period = 7/2006 through 6/2007
Source: HRMS
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#

Staff know job
expectations, how they're
doing, & are supported.
Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Employee time
and talent is used
effectively. Employees are

motivated.

Percent employees with
current performance
expectations

Employee survey ratings
on “productive workplace”
guestions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition
(outcomes)

Worker safety

Non-Disciplinary Grievances

Department of Health

(represented employees)

Number of Non-Disciplinary Grievances Filed

Type of Non-disciplinary Grievances

* Vacation leave

» Safety/Health

» Non-discrimination

» Performance evaluation

» Health care benefits, work related
injury or illness, leave with pay,
FMLA, shared leave, management

(Outcomes determined during 07/06 through 06/07)

WFSE grievance filed in August 2006: Settled with union
at Step 3, 11/2006.

WFSE grievance filed February 2007: settled with union
at Step 3, 3/16/2007.

WFSE grievance filed February 2007: Withdrawn by
union at Step 3, 3/5/2007.

WFSE grievance filed March 2007: settled with union at
Step 3, 6/22/2007.

WFSE grievance filed April 2007: settled with union at
Step 2, 4/9/2007.

WFSE grievance filed June 2007: settled with union at

Step 2, 7/18/2007.

rights
Ll w W w w (1N w L w L
T + u oo ~
o . T v o T  Salary overpayment recovery
Total Non-Disciplinary Grievances = 6
Non-Disciplinary Grievance Disposition* Analysis:

Non-disciplinary grievances were filed over a
variety of different topics. The only
identifiable pattern or trend is that they have
all been resolved within the agency and none
have gone to arbitration.

Action Steps:

The Labor Relations Manager will continue to
monitor for any unusual spikes or changes.




#

Staff know job
expectations, how they're
doing, & are supported.
Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Employee time
and talent is used
effectively. Employees are

motivated.

Percent employees with
current performance
expectations

Employee survey ratings
on “productive workplace”
guestions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition
(outcomes)

Worker safety

Non-Disciplinary Appeals

Filings for DOP Director’'s Review

Time Period = 7/2006 through 6/2007

0 Job classification

0 Rule violation

0 Name removal from register
0 Rejection of job application

0 Remedial action

0 Total filings

Total outcomes =0
Time Period = 07/2006 through 06/07

Department of Health

(mostly non-represented employees)

Filings with Personnel Resources Board

Time Period = 7/2006 through 6/2007

0 Job classification

0 Other exceptions to Director Review
0 Layoff

0 Disability separation

0 Non-disciplinary separation

0 Total filings

- E 7 7 0/ ,+6

Total outcomes =0
Time Period = 07/2006 through 07/2006

13



Staff know job
expectations, how they're
doing, & are supported.
Workplace is safe, gives
capacity to perform, &
fosters productive relations.
Employee time and talent is
used effectively.

Employees are motivated.

Percent employees with
current performance
expectations

Employee survey ratings on
‘productive workplace'
questions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition outcomes

Worker Safety

Worker Safety: Department of Health

Department of Health

Analysis:

« DOH staff are below the HRMR agency rate for all
measures. Our lowest rate is for injuries resulting in lost
time and medical treatment averaging just .61/100 FTE.

 HR staff are responsible for the Return to Work and claims
management and the Office of Risk and Emergency
Management (OREM) is responsible for the safety,
accident prevention and investigation portions of the
program..

Allowed Annual

Claims Rate* "
Agency vs. All HR
Management Report
(HRMR) agencies

*Annual claims rate
is # claims / 100 FTE

1 FTE = 2000 hours

ADue to natural lag
in claim filing, rates

Action Plan:
« Both groups will continue to monitor trends focused on;

» Reduced reported injuries from 39 to about 20
claims a year

» Reduced claim costs from $400,000 to about $10,000
(for the first half of 2007)

« Review ways of automating data to improve trend analysis

——O——Agency- Total injuries resulting in L&I
claim

---0---HRMR - Total injuries resulting in L&I
claim

———Agency - Total injuries resulting in only
medical treatment

---0- - -HRMR - Total injuries resulting in only
medical treatment

—&—— Agency - Injuries resulting in lost time and
medical treatment

are expected to
increase significantly
over time

A A
tate Fiscal Quarter

Injuries by Occupational

---A---HRMR - Injuries resulting in lost time and
medical treatment

Exposure To Highway

Oiics % #

Injury and lliness Caustic ~ Accident  Struck e Oiics Description
ificati Against
g\'g?iff'cat'o n (OIICS) Object 21 Bodily Reaction 8% 12
For fiscal period 2002Q3 . Repetitive 34 Exposure To Caustic, 4% 6
through 2007Q2 Overexertion Motion 13 Fall On Same Level 10% 15
(categories under 3% or not ) 41 Highway Accident 5% 7
adequately coded are grouped Bodily Misc 15% 23
into 'misc.") Reaction .
Struck 22 Overexertion 36% 56
truck By " .
0,
Object 23 Repetitive Motion 8% 12
01 Struck Against Object 6% 9
. Fall On 02 Struck By Obiject 9% 14
Misc Same Level
14

Source: Labor & Industries, Research and Data Services (data as of 09/03/2007)



#

A learning environment is
created. Employees are
engaged in professional
development and seek to
learn. Employees have
competencies needed for
present job and future

advancement.

Percent employees with
current individual
development plans

Employee survey ratings
on “learning &
development” questions

Competency gap analysis
(TBD)

Department of Health

Individual Development Plans

Percent employees with current individual developme nt plans = 55%*

Employee Survey “Learning & Development” Ratings

g

3.8
*Based on 726 of 1319 reported employee count

Applies to employees in permanent positions,
both WMS & WGS

Overall average score for Learning & Development Ra  tings: 3.8

Analysis: Action Steps:

* We are improving our timely completion
of performance expectations.

We applied several of the tools developed as
part of the QI project and will formalize the
analysis and recommendations during Oct/Nov

» Our efforts to complete evaluations is a 2007.
high priority at the Senior Management We will work with divisions to identify training
level needs.
We have refined tracking reports on the HR
Portal and continue to enhance the system to
meet supervisors and managers needs.
o+ ) % 7 +7 9

%+ ,

% 7 +7
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#

Employees know how their
performance contributes to
the goals of the
organization. Strong
performance is rewarded,;
poor performance is
eliminated. Successful
performance is differentiated

and strengthened.

Employees are held

accountable.

Percent employees with
current performance
evaluations

Employee survey ratings on
“performance and
accountability” questions

Disciplinary actions and
reasons, disciplinary
grievances/appeals filed and
disposition (outcomes)

Reward and recognition
practices (TBD)

Department of Health

Current Performance Evaluations

Percent employees with current performance evaluati ons = 54%*

*Based on 665 of 1242 reported employee count
Applies to employees in permanent positions, both WMS & WGS

Analysis:
* We are improving our timely completion of performance expectations.

* Our efforts to complete evaluations is a high priority at the Senior Management level.

Action Steps:

» We applied several of the tools developed as part of the QI project and will formalize the
analysis and recommendations during Oct/Nov 2007.

* We will work with divisions to identify training needs.

* We have refined tracking reports on the HR Portal and continue to enhance the system to
meet supervisors and managers needs.

* %+ ,
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Department of Health

Employee Survey “Performance & Accountability” Ratin gs
Q3. I know how my work contributes to the goals of my agency. Analysis:
Employees know how their I% 9% 37% 4.3 .
. , , , _ * Questions 9 and 10 reflect the lack
performance contributes to Q10. My performance evaluation provides me with meaningful

of focus on setting expectations

information about my performance.
and development plans and

the goals of the

organization. Strong 20% 29% 20% 6% 33 assessing staff performance.
performance is rewarded; Q11. My supervisor holds me and my co-workers accountable )
for performance. Supervisors appear to be

poor performance is

.%10% 34% 2% 4.2 communicative about how staff

. N _ work links to the agency goals and
Q9. | receive recognition for a job well done. they do seem to hold staff

24% 31% 1% 36 accountable for performance; it

just isn’t necessarily done using
the formal processes or formats.

eliminated. Successful
performance is differentiated

and strengthened.

Employees are held
accountable. -+ 7 G 7 217 -

Overall score is good at 3.9.

Percent employees with Action Steps:
current performance

evaluations Overall average score for “Performance & Accountabi lity” .
ratings: 3.9 » We applied several of the tools

developed as in the QI project.
We will complete the analysis and

recommendations during Oct/Nov
Disciplinary actions and 2007.

reasons, disciplinary
grievances/appeals filed and
disposition (outcomes)

Employee survey ratings
on “performance and
accountability” questions

* We will work with divisions to

identify training needs.
Reward and recognition

practices (TBD)
% 7 +7 17




Employees know how their
performance contributes to
the goals of the
organization. Strong
performance is rewarded,;
poor performance is
eliminated. Successful
performance is differentiated

and strengthened.

Employees are held

accountable.

Percent employees with
current performance
evaluations

Employee survey ratings on
“performance and
accountability” questions

Disciplinary actions and
reasons, disciplinary
grievances/appeals filed
and disposition
(outcomes)

Reward and recognition
practices (TBD)

Department of Health

Formal Disciplinary Actions

Disciplinary Action Taken
Time period = 7/2006 through 6/2007

Dismissals

Demotions

Suspensions

Reduction in Pay*

N|O|O|O|N

Total Disciplinary Actions*

* Reduction in Pay is not currently available in HRMS/BW.

Issues Leading to Disciplinary Action
Violation of state ethics laws re: use of state resources.

DUI while operating a state vehicle.

Analysis:

In DOH, disciplinary actions are traditionally a low impact area.

Action Steps:

HR will monitor for any significant increases in types of issues, consistency of approach, or
other factors that appear.

18



Department of Health

Disciplinary Grievances and Appeals

Disciplinary Grievances Disciplinary Appeals
. (Represented Employees) (Non-Represented Employees
# ] filed with Personnel Resources Board
Emp|0yees know how their 91 Time Period = 7/2006 through 6/2007
performance contributes to 4 0 Dismissal
the goals of the | 0D i
emotion

organization. Strong : :

. 0 Suspension
performance is rewarded,; P

0 Reduction in salary

poor performance is ‘ * w w w w w x x w : |

eliminated. Successful UIJ c"f woow 5'3 w i ';'IJ wo Moo i
performance is differentiated Total # Disciplinary Grievances Filed: 4 0 Total Disciplinary Appeals Filed with PRB
and strengthened.
Employees are held :
accountable. Analysis:

Disposition (Outcomes) of Disciplinary D_url_ng_ this tlm_e frame, 13 emp_loyees_ were

. disciplined. Nine employees did not file a
Grievances O .
. disciplinary grievance or appeal. Four
Percent e”}p'oyees with Time period = 7/2006 through 6/2007 employees did contest the action taken; two
current performance .
evaluations WFSE grievance filed in August 2006: were withdrawn and two were settled.
E : settled with union at Step 2, 08/2006. We have not had any arbitrations to date.
mployee survey ratings on
“DeffOfmar}{?e and _ WFSE second grievance filed in August The number of disciplinary grievances and
accountability” questions 2006: settled with union at Step 3, 10/2006. appeals remains low and is not significant.
zzzifr:igadr?’sift:;r; and WFSE grievance filed in December 2006:
) : BN withdrawn by union at Step 2, 01/2007. Action Steps:

grievances/appeals filed
and disposition WFSE grievance filed in February 2007: HR will continue to monitor for any unusual
(outcomes) withdrawn by union at Step 3, 03/2007. increases and trends.

Reward and recognition
practices (TBD) ) 19




Department of Health

Employee Survey “Employee Commitment” Ratings

Avg
Q3. I know how my work contributes to the goals of my agency.

l% 99 48% 4.3
Q12. | know how my agency measures its success.
9% 25% 14% N4 3.4

Q9. | receive recognition for a job well done.

o e ETEE s

Overall average score for Employee Commitment ratin ~ gs: 3.8

Analysis:
We appear to have a committed workforce.

Employee survey ratings Question 12 has shown improvement since the 1999 DOH survey.
on “commitment”
guestions

Action Steps:

We have established an Office of Performance and Accountability that is responsible to
develop the agency strategic plan, and guide GMAP and HealthMAP ( the internal DOH
GMAP approach) activities. This office is setting framework, workgroups and tracking
systems to improve our results. TARGET: Ongoing

% 7 +7 20



Turnover rates and types

Turnover Rates

Department of Health

Total % Turnover (leaving state)
Time Period: 7/2006 through 6/2007

683

693

Total Turnover Actions: 83
Total % Turnover: 6.3%

Analysis:

Retirement = 1.4%
Resignation = 4.2%
Dismissal = .2%

Other = .5%

Annual turnover rate = 6.3%

HRMS/BW Data does not include
movement between agencies.

Data appears lower than in prior
years, especially considering the
increasing numbers of staff eligible to
retire.

Action Steps:

HR staff will continue to track and
identify any trend changes and
impacts on recruitment needs.

21



Workforce Diversity Profile Department of Health

Agency State Percent Age Distribution
Female 65% 53% N
; @ All Employees (including WMS) B WMS Employees Only
Disabled 4% 5% 35 1
Vietham Vet 4% 7%
Disabled Vet 2% 2%
People of color 14% 18% 25 ]
Persons over 40 75% 75% [
g
| S 15
10 4
'2 86 51
5 1 0
i £ 0 g2 = = =& # 2 2 g s %=
N~
8 4
S 9 - Analysis:
™ 4
| Majority of staff are female, Caucasian and over 40.
7 .
1 3 3 Average age is 47.
o o 1 o g9ead
- Low on targets for people of color, persons of disability
Jf o e and Vietnam Vets as compared with the state.
™ ™ o o x ™
2 > . Statistics gathered between January 2007 and June
Lo #g 2007 indicate that applicant pools are diverse.
) - Officials and Administrators job group indicate that
. | 82 30.28% of the certified applicant pool (applicants who
| are sent to the hiring authority for review and
| consideration) are Persons of Color or Affected Group
members.
~ 8 1
© 9 1 Public Health Professional job group indicate that
_ _ _ - 4 - 22.96% of the certified applicant pool (applicants who
Workforce diversity profile ] are sent to the hiring authority for review and
.1 s 5 5 7 consideration) are Persons of Color or Affected Group
om m - 0 members.
- . Action Steps:
™ o
i mo G ™ Continue tracking AA information and outreach efforts.
- :
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